


I, Chesley Maddox-Dorsey, respectfully state as follows:

I am President ofAccess.1 Communications Corp. I am providing this
Declaration in support ofthe proposed regulations regarding EED
enforcement.

I have worked in and around the broadcast industry since 1983. From 1983­
1987 I provided senior bank financing to many broadcasting companies, for
Ameritrust Corporation. From 1987-1992 I had a fInancial consulting firm,
Chesley Maddox and Associates, where I consulted with many companies
through the dire days of the late-80's and early 90's. In 1992 through 1998 I
worked as an investment banker to the Communications industry, and just
recently joined Access. 1 Communications Corp, as President. Access.l is
the parent company ofNational Black Network and WWRL-NY.

There are far to few minorities and women involved in the management and
everyday work positions at radio stations. African Americans spend more
time consuming radio programming than their general market counterpart,
40.6% vs.35.6%, (Source: Radio Advertising Bureau, 1994). The lack of
African American representation in any positions in radio stations is even
more noticeable on a proportionate basis. Anything that can be done to
increase the opportunities available for the number of minorities that want to
get involved in the broadcasting business is important.

An effective EED program is crucial in order to increase diversity in radio
stations. Stations tend to be, in many cases, fairly monolithic, particularly
with this latest wave ofconsolidation bringing so many stations in one
market under common ownership. The wider the selection and the larger the
number ofapplicants one has to choose from, the better chance one has of
getting a high quality employee. I think that it's important to have as many
specific recruitment programs in place to get information out to a broader
range ofpeople. In other words every attempt to bypass "the old boy
network" should be applauded. Intuitively I believe the FCC's EED
enforcement has enhanced employment and mentoring opportunities for
women and minorities. I shudder to think where the numbers ofjob
applicants and actual minorities working in the industry would be without
any concerted effort being made.

The ability ofbroadcasters to recruit and retain minority job applicants is
directly related to the effort they put forth. While some broadcasters do put



forth a lot ofeffort, many broadcasters simply do not attempt recruitment
unless it is for on air staffat a black formatted station. The opportunities for
minorities on non-ethnic formatted stations are still fairly limited.

Most ofthe non-minority male broadcast executives, journalists or
personalities I have worked with got their start in entry-level positions.
Generally, they developed a good working relationship with their manager
who in many cases became their mentor. This relationship assisted in
facilitating their grooming and development and very likely led to them
learning through their contacts about the "better" career move. Most of the
women and minority owners I have worked with got their positions by being
entrepreneurs. Women and minority have frequently had to buy their way
into the business. Often times there were no employment opportunities for
them in the seventies and eighties. The option for them to be able to get a
job and progress in the same method available to their White counterparts
was pretty much ruled out. As an alternative, with an excellent performance
track record they could raised limited amounts ofcapital from outside
sources and started their own companies.

This class ofwomen and minority entrepreneurs have created a lot ofjob
opportunities for younger people, minority and non-minority, to move up
through the ranks. Single handedly, ifyou look at the numbers, minorities
generally hire the majority of the women and minorities in the business. I
think possibly because they had to force their way into the industry, that they
are probably particularly sensitive to these issues. On the other hand, the
typical skilled non-minority executive is probably somewhat less sensitive to
the difficulties ofwomen and minorities to break into the ranks. Thus, the
FCC's EEO policies are very important in creating a more sensitized
environment.

Exposure to a wide variety ofpeople makes anyone more knowledgeable,
more intelligent, and more sensitive. By that I mean that the staff's exposure
to minorities and women even at a radio station that targets a predominately
White audience, by definition should make everyone more sensitive and
more knowledgeable. In day-to-day interactions an interracial staffpaves
the way for additional care and sensitivity in discussing daily work, political
and life issues; on the air and in the station.

All interactions within a broadcast facility between station employees can
influence the portrayal of issues on the airwaves. To put it simplistically, if



you know someone and you hear a story that could have a stereotypic slant
but you have a personal interaction with someone with a different
perspective, then you are more likely to question it. That personal
interaction takes place at the coffee machine, at the water cooler, in a
meeting, on a sales call, or discussing programming. These interactions
make you question whether you are getting both sides of the story.

Consider, the biggest radio news story ofthe last 2 or 3 day, the
Greaseman's comments about the racist murder in Texas, Howard Stem's
lack ofsensitivity pales by comparison. Stem's African American female
sidekick, Robin, could certainly be seen as contributing to his broader
appeal. Both Doug Tracht and Howard Stem are "shock jocks" and use a
lack of sensitivity to attract audiences. Stem is seen as more an equal
opportunity offender as oppose to Tracht who is viewed as merely offensive
and dangerous and ofcourse unemployed. Perhaps greater interaction with
women and minorities would have benefited his career development.

It is crucial to fmancial institutions that broadcast owners have broadcast
operating experience. The lack ofthe FCC's EEG enforcement could be
perceived as hampering opportunities for potential minority owners to gain
necessary on-the-job experience. The lack of opportunities to meet and
mingle with potential station sellers and develop mentors could impede their
ability to find or even recognize qualified job applicants to staff their
facilities when they are successful in the ownership realm. To be an
effective broadcast owner, you have to have a blend ofskills that you cannot
just learn in a textbook. Mentoring and grooming is critical. This can only
be done on-the-job.

In previous years, the lack ofminority broadcasters was due to lack of
access to capital and the lack ofoperating experience. Currently there is
substantial amount of capital available. There is a lack of stations for sale at
reasonable prices. However, there is an overwhelming tendency for owners
and brokers to sell to people who are familiar to them. There still appears to
be a residual "Black-tax" on buying stations. Ifyou are minority or female
competing to buy a station with someone who is neither, frequently you have
to pay a premium to even get in the game. Again, the lack of interaction
affects both women and minorities in subtle but costly ways.

I have mentored a number ofpeople during the course ofmy career, many of
whom were women and minorities. Most of the successful broadcasters I



know got to their position by having a personal "board ofdirectors" who
mentored them throughout their career. Whether it was a board of three or
twelve, there were several people that groomed them to help them get to the
spot where they are now. This "Board" could be comprised ofexecutive
assistants, traffic directors, program directors sales people and even the
general manager. There are never enough opportunities for mentoring and
supporting minorities.

This statement is true to my personal knowledge and is made under penalty
ofperjury under the laws of the United States ofAmerica.

Executed ~QIJ 3 { I q11





Declaration of Joseph Madison

I Joseph Madison, respectfully state as follows:

I am the producer, host and programmer of a public affairs

radio talk show in the washington DC area. I have worked in

the broadcasting business for 25 years. I also mentor

minority broadcasting professionals and students on a regular

basis.

I think that the EEO policy needs stronger enforcement

mechanisms to ensure that owners, managers and executives do

not ignore their obligation to apprise minority job seekers

of emploYment opportunities. EEO enforcement can ensure that

minorities and women are not tracked into positions which

give no opportunity to advance into upper echelon positions.

We have been asked what, if any, impact the EEO has had upon

programming diversity and opportunities for African

Americans. Perhaps the best way for me to phrase this is by

citing the experiences with ineffective EEO programs. I have

seen the impact on friends' careers when they worked at

stations with lack of genuine EEO compliance. They

experienced minimum advancement, minimum job satisfaction and

a great deal of frustration. They expressed that they were

treated and looked upon as tokens and have no genuine

opportunities to discuss and tackle these issues within these
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companies. In some firms I knew of which lacked compliance,

there were no African American males, and women experienced

the dreaded glass ceiling.

In terms of the impact on programming content and portrayal

of minorities, a fairly well integrated firm has a positive

impact on the company's relationship to the community. A

well mixed workforce therefore enhances the company's

relationship to the community to which it is licensed and

enhances program content. The program content gains a

certain cultural and social awareness that programming by a

homogenous broadcasting workforce usually does not have.

When major issues come up, different cultures will react

differently. For instance, I once worked in the Detroit

market, which has a 50% minority population. Yet the hired

staff at my station did not even live in the city. It led to

a Detroit versus us mentality which was reflected in the

hostile, negative programming that often unfairly portrayed

minorities. The focus of stories relating to minorities

was crime, in a 'if-it-bleeds-it-Ieads' approach. On the

other hand, issues related to politics, major African

American leaders and community concerns received paltry

attention. This demonstrated to me that one needs an

integrated workforce at all levels. With an integrated

workforce, the result is less harsh. Integration works at

all levels, although interaction among programming staff is

2



more essential. I enjoyed being able to make sure they cover

crucial issues within the black community and therefore

contributing to my firms' success. I, for one, always push

for issues and perspectives I think are either ignored or

about which the staff is not knowledgeable. But, this type

of workforce is not achieved without a solid and well

enforced regulation to encourage firms to make the right

decisions.

By improving hiring opportunities for minorities, EEO also

makes it possible for individuals such as myself to provide

mentoring to students and newcomers. I find that young

minorities in the broadcasting profession would otherwise

lack such a resource. Most of the White managers I know

very seldom come into contact with minority youth. This is

not due to prejudice on their part. They simply don't have

cultural ties with the community. With a minority presence

in broadcasting, aspiring professionals now have resources

for advice and inspiration.

Although the EEO policy created moderately decent

improvements in the opportunities of qualified minority

applicants, it could use a more credible enforcement process.

The lack of aggressive enforcement has impeded opportunities

for minorities. Furthermore, it has failed to reduce

excessive reliance on old boys network which permeate the

broadcasting culture. Instead, individuals with no
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experience are given on-air, prime positions in key time

slots (two prominent examples are Oliver North (WRC), Danny

McLain (WXYT, Detroit)) over and above African American,

Hispanic or other minorities who have been working at

stations in designated weekend slots for years.

I notice this phenomenon often. Most owners, managers, and

executives ignore EEO as it relates to broadcasting because

there is really no muscle in the enforcement of the policy.

They do not make a good faith effort to recruit from minority

communities. For instance, during my years as an executive

for two major market radio stations, I noticed human resource

departments or personnel departments that did not even know

where to recruit potential and minority employees. They were

not even aware of historically black colleges or that some of

these colleges had outstanding communications departments.

They certainly never recruited at these schools. When I came

to Washington, D.C. I was shocked when one programming

director told me that there were no qualified African

American to do talk radio. This was only four years ago!

But in truth, it should be no more difficult to find and

retain minority applicants than it is to obtain white

applicants. As there is in fact no shortage of trained and

trainable broadcasting talent in the African American

community. I think the facile statements made by hiring

personnel reflects the ease with which one can eschew EEO

responsibilities.

4
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Certainly, any measure to exempt entry-level positions or

stations with fewer than ten employees would be a step in the

wrong direction. Most people who have been in the business in

the long time know that one usually starts in small

companies, small towns and small markets. Broadcasting

professionals tend to start at the very bottom small stations

and work their way up to mainstream stations. Very few

people start at the top or in the middle. If Hispanic or

African-Americans study and live in states such as Iowa, were

there are few black owned or Hispanic stations, their only

resort is to seek employment with smaller, usually family

owned stations.

In closing, I reiterate that EEO is still necessary and

requires a stronger commitment to enforcement from the

Commission. The EEO policy helps to attract the best talent

in a particular community, and not just the better

connected. It provides opportunities for those who have not

gained access to what has been essentially a word-of-mouth,

closed community. t.--.

/_--+~--:--+---+------

February 2 ;;: 1999
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STATBMBNT OF PAULA MADISON

I am currently Vice Pretident and News Director ot"N8MCJJIIIIeI4," WNBC,
New York. New York. 'I polition I hive held alnce March 1996. Prior to my promotion
to Newt Director, I served II the ltation's auiltant DOW' director tor...,. yean. ThIs
document reftect. my personal viewt, opiniona and experience and ~ IA DO way Intended
to repreMnt the views or opinions ormy employer, the National BroldcutlDa Compuy,
Inc.

I beaan my career injournallsm in 1974, on the print Ilde ofthe bulineu, worldfta
al a MWapaper reporter for the SyracuseH~d Journal in Syracuse, New York. In 1980,
Ijobted the Port Worth Star-TeJesram, :Fort Wortha Texal, a. an inYeItIptive bureau
reponer. I Jater served as the ..,{stant city editor at the Dalla nmea Herald before
making the tranlitlon to television newa.

In 1982, I began my career in telev1Jion news a. community aftiirt director at
WPM·TV in DaUu, where I later served I' new. manaaer. Prom 1986..87, I WI' the
newa dIrector at KOTV-TV, Nil, Oldahoma. From 1987-1989. I wu the executive
Dew. director at XHOU·TV in Houlton.

Althoush I did not begin my career in broadcutlq in III entry-level poaitlon. moat
olthe ))rofellianal broadcatt journalists whom I know .tarted in entry-level pol1tlona mob
a. productiOl1l8Siatantl and researchers.

Diversity play. an important rol. In how program decJaions are made at
NewsChannel 4. Our new. department it very diver.e: the decision-makers who lit at the
table ate black. white, Latino, Aalan-Amerlcan, male, female, Gen X'en, eUslble for
retirement, ftnt-generation Americans, say, I1raisht, city dwellers. suburbanites and
mostly New York-area nativ... The process works thla way: the pJanniq manaser work.
with the reponen to Idlllti~ storles which, in our news department, are heavily weiahted
towardslllUet rather than .pot newt. The plazmin. manap'then prIIIIlt. the story ida.
each afternoon durin. the planning meeting whIch includes the senior news muasera ~d
the ...isnment maDller8. We decide which storlet are Itsrem-Uahted" for coveraae the
next day. The next day, the wipunent manaser l'WlI the momIllI n~. meeting ancl
presents to the senior new. manasera and the newscast producer. which stories we are
actually cov«inS that day. At every point in this proceu, there 1. a diverse group of
people making the decisions, and the role ofrace in any our ItOrioS i. discussed regularly
and openly throuPout our staff.

I have personally mentored, trained,and supportecl hundred. olminoride. durins
the eolIrte otmy proteslional career.

P.3
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DECLARATION OF SHARON PEARL MQRPHY

I, Sharon Pearl Murphy, respectfully state as follows:

I am providing this Declaration on behalf of the African

American Media Incubator (AAMI), which I serve as Executive

Director and Operations Manager. AAMI was founded in 1995 and is

located at 2164 Wisconsin Avenue N.W. in Washington. It is the

nation's first African American broadcast training school. Of our

48 graduates since our first class of 1996, 39 have found jobs in

the broadcasting industry.

AAMI, which is open to members of all races, was created to

offer training and job placement primarily for African Americans

and other minorities in the radio industry. Thus, AAMI affords

opportunities for those who otherwise would not receive such

specialized training and access to viable jobs in broadcasting.

AAMI provides a valuable career development option for those who

wish to learn a broadcasting trade but cannot afford the tuition

and fees of a college or university school of communications.

In addition, we hold community seminars to train African

American owned businesses to use radio advertising effectively.

We do this because we recognized that when radio stations begin to

see African American owned businesses as an attractive market for

airtime, the stations will treat African American job candidates

more seriously and will begin to cover issues critical to the

African American community with greater depth and sensitivity.

An exemption of "small" stations from EEO compliance would

severely burden African Americans, such as AAMI's graduates. Our

graduates often receive employment in "small" stations because

these stations require less experience than larger stations and

thus are more likely to provide job opportunities to those just
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enterinq the industry. We advise our students that they must be

~illin9 to sAcrifice and work at "small" stations -. it that's

~here the job~ are. The proposed exemption ~ould foreclose a

primary source ot entry level employment opportunities.

AAMI's experience demonstrates the importance of targeted

recruitment in securing opportunities for minorities seeking to

enter the industry. Overwhelminqly, our students nave secured

employment at companie5 which re9ularly let AAMI know when jobs

~ere open. In these instances, our students were on notice that

they could file timely applications, and that their applications

would be considered on the merits. Almost without exception, that

is how our students have secured employment. It has been very

rare fOr our qraduates to secure employment 4t stations that have

not bothered to r8cr1Jit them, becaus~ our st.udent~ are noe pa;:t of

the "old boy network~. They have no way eo know when a p05iti o n

becomes available, unles9 they learn of the op~ning oecause the

company recruited with us.

Some of the companies that regUlarly and succes3fully

recruit with A~M! ar@ large one~, such a$ CBS and Radio One.

These are succe!~ful companies, and I trust that part of their

9UCC@S5 owes to th. fact that the

identify talented potential empY~;.~

FebrUary~1999





DECLARATIQN OF EDUARDO PENA

I, Eduardo Pena, respectfully state as follows:

I am the Communications Counsel for the League of United

Latin American Citizens (LULAC), a member of LULAC's National Board

of Directors, and LULAC's Past National President (1979-1980).

With 100,000 members in 44 states, LULAC is the largest membership

organization of Hispanic Americans in the United States.

LULAC has long considered access to the electronic media to

be a matter of the highest priority for Hispanic Americans. A

stranger to our country, watching the evening news on television or

scanning the radio dial, would scarcely realize that one out of

nine Americans is Hispanic. Most non-Hispanic Americans know very

little about the history, culture and aspirations of Hispanic

Americans. Too often, the mass media has perpetuated stereotypes

of Hispanics as a "horde", a "tide" of "illegal immigrants" who

will "overrun" American borders and "steal" jobs which are

supposedly the birthright of White Americans. Fortunately, many

Hispanics employed in broadcasting, using the access and

interactions they enjoy with other broadcast staff members, are

able to question these stereotypes and motivate their employers to

present other views. That is why the EEO Rule is most needed.

Hispanic broadcast owners have been proud to comply with the EEO

Rule.

Any cutback in EEO enforcement would severely burden

discrimination victims; job referral sources, including

particularly community groups which assist minorities to gain

secure employment in broadcasting; job applicants; broadcasters

innocent of discrimination, and broadcast listeners and viewers. I

will discuss these affected groups seriatim.
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1. Disgrimination Yigtims

As the EEOC's past Director of Compliance (1970-1979), I

know that the absence of any meaningful EEO compliance data renders

it virtually impossible for a civil rights enforcement body to

identify likely discriminators and hold them accountable.

Discrimination victims are usually unaware that they are

discrimination victims. Employers hardly advertise this fact.

Thus -- quite apart from the fear of retaliation infecting the

labor force in a relatively tight-knit industry -- it's not

surprising that there are few individual complaints of

discrimination from Hispanics against broadcasters.

But today, if someone suspects that she has been

discriminated against by a broadcaster, she can at least examine

the station's public file and review EEO filings. From these

documents, a person suspecting that she might be a discrimination

victim can at least get a sense for whether the EEO activity the

licensee says it undertakes is realistically tailored to the job

market and to the station's labor requirements. If referral

sources are identified in Form 396, the person suspecting

discrimination can call those organizations as references to

determine whether the licensee has been genuine and consistent in

its dealings with the referral source. This research will often

enable a person suspecting discrimination to either realize that

her suspicions are justified or, on the other hand, realize that

her suspicions are unwarranted and that any adverse employment

actions she has experienced are likely due to nondiscriminatory

factors. In this way, the existence of Form 396 helps

discrimination victims decide whether to proceed, and helps
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innocent broadcasters avoid needless and unfortunate EEOC charges

or FCC complaints.

Without any meaningful information on Form 396, no person

suspecting that she is a discrimination victim will have an

independent basis for evaluating whether she is in fact a

discrimination victim. Moreover, a genuine discrimination victim

complaining to the EEOC or the FCC will have little evidence with

which to make out a case, and the EEOC or FCC will have little

basis for determining whether the licensee is discriminating.

Thus, the elimination of meaningful EEO reporting would profoundly

burden discrimination victims.

2. Job Referral Sources

Every FCC order imposing a conditional renewal on a

broadcaster contains a footnote directing the broadcaster to

contact minority and women's organizations to obtain their

assistance in identifying qualified candidates for employment.

These organizations are truly the FCC's and EEO-sensitive

broadcasters' silent partners in EEO compliance.

Regrettably, it's inevitable that a cutback in EEO

enforcement by government agencies will lead to an increase in

discrimination. No amount of jawboning will convince someone with

a propensity to discriminate that the government's intentional

action removing a protection against discrimination is ~ a signal

that the government considers discrimination to be a low priority.

Thus, a reduction in EEO enforcement will lead to a

reduction in broadcasters' notices to Hispanic organizations

seeking applicants for specific job openings. Organizations such

as local LULAC councils will thus be at a severe disadvantage when
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a qualified person comes to them for assistance in securing

broadcast employment. Instead of being able to refer to routine

postings of specific jobs, LULAC councils will have to telephone

the placement directors of each station to ask them, one by one, if

they have a job open. This is profoundly inefficient and

expensive. It's patently unfair to expect volunteers to do this.

Furthermore, the absence of meaningful EEO reporting will

make it impossible for a local community organization to make an

informed judgment as to which broadcasters are making a genuine

effort to seek out and employ minorities. Local organizations do

not waste time sending minority job seekers on a fool's errand to

visit employers uninterested in hiring minorities. Without EEO

reporting data, a community group cannot know which broadcasters

are or are not promising sources of jobs for minority candidates.

Consequently, the elimination of EEO reporting will impose

very significant burdens on job referral organizations.

3. Indiyidual Job Applicants

Minorities seeking employment are likely to waste

considerably more time in job searches if EEO enforcement is

reduced. Reduced EEO enforcement facilitates discrimination.

Consequently, minorities will spend more time, money and effort

filing useless job applications with stations unwilling to employ

them.

The EEO Rule's main focus has been requiring broadcasters to

notify community groups whenever jobs are open. Without EEO

enforcement, when minorities use the resources of a community group

in their job searches, they will find those community groups less

informed about which jobs are open and which stations are

uninterested in hiring minorities.
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Thus, by making discrimination easier and making the process

of seeking a job in broadcasting more difficult, a reduction in EEO

enforcement would discourage minorities from seeking employment in

broadcasting and will profoundly increase the time and cost burdens

on those minorities who do wish to continue to seek employment in

broadcasting.

4, Broadcasters Innocent of piscrimination

Public review of written EEO programs protects innocent

broadcasters from erroneous allegations of discrimination. With

access to recruitment data, citizen groups will not have to use

guesswork, anectodal information and rumors to ascertain which

broadcasters might be EEO noncompliers. Instead, they will have

hard evidence separating compliers from possible discriminators.

Broadcasters innocent of discrimination would be much less likely

to be caught up in the net of good faith but unsupportable

petitions to deny and informal objections.

The EEO Rule also assists broadcasters in securing a steady

flow of qualified job applicants. Any greater incidence of

discrimination will inevitably discourage good and talented people

from seeking careers in the field. This brain drain from

broadcasting will most seriously burden EEO compliers, who

genuinely desire to take advantage of all sources of talent

irrespective of race.

5, Broadcast Listeners and viewers

The FCC's EEO program was designed to promote diversity of

voices by insuring that the staffs of broadcasting stations are

integrated. Employee interactions are the tributaries to the

· .. _....
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I, Russell Perry, respectfully state the following:

I am CEO of Perry Publishing & Broadcasting Company, Inc. I am providing this

Declaration in support of the proposed FCC regulations regarding EEO enforcement.

Formally a publisher for 29 years, I am entering my sixth year as a broadcast

owner in the state of Oklahoma.

Without FCC EEO regulatory enforcement, it is likely thatminorities and women

would rarely be heard or seen. EEO provides opportunity for all parts of society so that

all can have a fair and equal opportunity in the media. The good-old-boy network is. .
working, as usual, but its working with a FCC-driven monitoring force. Without policing,

employment opportunities would not exist for minorities. and women. It is difficult to

retain minorities within the media because many question why they should pursue a

career in media when it is obvious broadcasters are not hiring. The industry has not

encouraged minorities to apply for existing employment opportunities.

In my' state of Oklahoma, prior to minority broadcast ownership, there existed no

minority employment opportunities. My company, in Oklahoma City, has been the

greatest media employee feeder company for the broadcast television industry here.

Prior to our ownership, which provided mentoring and creating opportunities for

minorities, they had no place to train. Our universities were training them, but they had

no place to obtain on-the-job experience. For example, on our morning talk show, , we

have hired five minority females as co-anchors, over the last five years. Each one has

gone on to television within a year. Prior to Perry Broadcasting, you did not have this

minority employment opportunity. In this market, which ranks S3rd in size. the major

television stations wait until we screen, train and expose minority media talent, before

recruiting them.

If you monitor all the broadcast companies within Oklahoma, you will likely find

that they all fall short on having an effective EEO program. They comply with the FCC.

EEO documentation requirements, but there has been little monitoring to insure

eff~ctive compliance. People who are using federal airways and federal dollars are not

openly ready to expos~ their lack of support for EEO regulations, which is subtly seen by

the lack of hiring minorities.



You may not hear the in-house complaints. Minorities being employed by a non­

minority broadcast company, who seeks a consistent paycheck, are not comfortable with

raising minority issues because of the threat of repression or dismissal from

employment. As SUCh. I believe it is imperative that the FCC fully supports increased

minority broadcast ownership, because Minority owners present a different and

necessary view of issues.

It is extremely expensive to acquire a station in any major market. For example,

I have an AM in Oklahoma City, which has the largest black popUlation in the state, The

last three FM stations sold here were bought by major conglomerates. We need to find

a mechanism to increase min~rity ownership. The 1COO-watt FM stations that are being

proposed for sale is a good example of what can be done. These should be commercial

stations, to meet the needs of diverse communities. Minorities need an equal playing

ground, with reasonable competition, for ownership opportunities, in order to address

their popUlations need to have a voice and be heard.

Eighty percent of the individuals I've mentored have been minorities. For

example, the University of Oklahoma, a large state university, has a broadcast

journalism school. However, the on-campus radio station was generally not available for

student internships. Our company offered more internships in broadcasting than the

university.

The industry does not provide sufficient mentoring and support for minorities.

Prior to my broadcast ownership, I do not know of one white-owned station, in this

market, which has offered internships to any minorities.

This indUStry needs some strings attached to it, because these airwaves belong

to the people. With federal controls and further stipulations, it encourages those

individuals to act in a manner that is beneficial to all people.

"This statement is true to my personal knowledge and is made under

penalty of pe~ury under the laws of the United States of America.

Ex t d ,//...,/ecu e ..! . ~ '<:. • .:' ••
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Mr. Russell Perry
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O£CLARA1ION OF ~ANI£L SC~C'1'ER

I, Danny Schect.~. respectfully state as fcl~ows:

I feel ~hat ~t is not Yery di!Ei~~l~ for orcddc~6:ers to gener~te

and recru~t jo~s tor minor1t~ee. :f the w111 i8 there. then its

very poS&ible. There are lots of q~a11tled Mincrlt1ee i~ the

industry. If minorities were .~eour.ged :0 apply and were

trainee. properly then they would have more of an incentive to

work in the indu.~ry. Its difficult however, to get minQ~i~1es

in the telecommunications fjeld becau.e t~e ind~Btry f~nction~

l~ke a Club, dominated by white ~ales, with Q certQ1n menteli~y

and culeure. Clearly, th~re ~. net enough p~bllC serVice

eommit~enti to minorities.

My ~ompany is very global In Context. tr.ere~ore ''l/e make a

minor1t1ee and women. A~ an 1ndustry ho~e~er( mere ~t d~

outreach effort must be made to attract and ~etaln ~~ncr~~ie9.

This is why its i~portant to have 2£0 rule. enforced, becausQ It

adds much needed pressure or. t.he white exeC;Jt.:. ';es to hi r! a

diverse workforC~j ~n its abeence, there ~s 8 ~.~r~h of ~inor~~y

representation 1n tho fiela.

Wh1~e bro~dcasters that ineeract witr. ~1~ority 8taff ~embera

hAve a greater tendency than not, to cover lssue affeeted

m1nor1ty co~~n1:1... As. pr&C~ieal matter however, r.ew

managers are root ~6n8itive to m~n~r1ty 1~.ues, ~r.d tr-erefore do

not 9~n&rally covur these matters. For ~xamp:e. if b:ack

prod~c.r. are w~en whice correspondents, t~er@ ~s llkely to be
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more coverage on mlnor~ty issue$ Que to t~e in~era=lal dimension

of the 8itu&tion. From my p~r8onal QXperler.c@, ~he ~lnoritlea

that I have 1neer&C'ted w~th on the job have had an ~nfluence or:

my apP~cAeh ~o p~ogra~.ing decisior.s. Th~s ~a& th~ cas~ in _

series we d1~ on South Afrlca. O~~ go~l th~re was tc p==vlce

So~ch Africans with the oppor:unity to report or. thelr own

rnt\1&tion. This provided a ftbottorr.-up" pe.spec~ivif on the st~ry.

on the issue of ~~ainin9 and ~entor:ns, ~~~orltieB ofte~ do

noe have ~he opporcunit~e8 and re8o~rces as thEre ~hite

ooun~@rparts They receive 11tt~e encour~g~rr.er.~ fr~~ other$ in

the industry. Unfortunately, t~Q people :~ tr.e i:1dl,..3t=1' do not

offer 9ulf1cent opportuntias for mento~i~9' and a~ ti~es it a

minority asks for support th.y .eld~~ receive 1t; ~r.Q process II

bet :er
very 1nt1m1dating.

suppore the ~ffort8 of ~inor~ties e

March 16, lUSl
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I am currently a llosearch Analyst at WNBC in New York. This document reflects
my personal view., oplnJOftJ and experience and is in no way intended to represent the
vieWi or opinions ofmy employer, the National Broadcastins Company.

In my junior year In high school. I was selected as an intern through the Emma L.
Bowen Poundation for Minority Interest' In Media. Durinl the next five summers, and
throush out each academic year, I was hired as a paid intern in the Daytime Proarammlns
and Music Department. ofABC In New York. After graduating tram coUeS' in 1997. I
worked briefly ,in the RadIo Industl}' at Interep. a national radio sale. finn. The following
yell', I wu hired by WNBC for my current position.

Throughout my time in the media industry (.even year. thus fir). it was my
understanding that most indivIduals, Including myself: must stan from 'CUle bottom," and
work their way up the proverbIal ladder. Such WIS the case with the General Manager
and President ofWNBC. Dennis Swanson. The Director olthe Poundation for which I
served u an Intern, Betty Elam. hal also related her own storle! ofhaving to begin In the
broadcasting industry trom "square onc." In terms o(percentage. I would say 50% ofthe
people with whom I Interact began their p'rotessionat careers in the media from an entry­
lewl point.

Neither my colleasuel, nor I have ever worked In a profel8ional environment
containina ten employees or leu.

In my opinion, programmers are more sensitive to minority views and llsue. when
they are in direct contact with colleagues who represent these group.. I believe that It Is
important !br the decision-makers to come from a diverse pool to help ensure that· issue.
ofrace .re properly addressed on the air.

I belleve that WNBC (the only broadcasting station for which I have been
employed) does a 80odjob ofproviding coverage offalue. relevant to minorities. During
each summer, the .tatlon excluslYelybroadclst. the Puerto Rican Day Parade. Por two
yean the West Indian Day Parade was successfully broadcut on WNBC. The HIspanic
Herltap Award. aired on NBC4 for more than two years in a row, while the Humcane
Goorae ReliefFund ran on NBC4. in addition to {)ther NBC 0&0'1. More recently, the
United Negro College Fund telethon received four hours ofuninterrupted air-time on the
station.

I have trained, supported and rnentored many interns - minority and white,
Currently. I am asslstlns an intern from the Emma L Bowen Foundation in my department.

,.
MHi/~~ 'HS~M JaN





DECLARATION OF JEFFREY H. SMULYM

I. JeffSmulyiny respectfully S~le as follo\\'s:

I am Chairman of the Board ofIndianapolis-bascd Emmis Conunuru,at;ons Corporation.

I feel that we as an indusrry have an obhgation to build grea;er minority participation in
0"'" c. ~,-/,.. .......

management and throughout th:: ra."'lkso~•.Ii. RPi" Th:s is dIfficult. First you have

to conVInce minoriti:s to come into the lndustry As an industry we arc not good about

recruiting people into the busin:ss, there is no history of re:ruitmg in colleges. The

telecommunications business tends to be an entrepreneurial business. AIlhou~

recruitment is foreign to their nature, mOSI broadcasters are sensitive to the issut: of

diversity, 1do not beJie\'e that there is any nefarious reason for the lack ofminol'ities in

the business, but a lot orit is simpie Sl:pply and demand. The pool of people already in

the business are nonminority. The industry has mack an effort but the whoie ou~reach

notion is a foreign one. We as an industry have to be better at attracting minorities

because we don't have enough ofthem in the talent pool.

Our radio stations in New York and Los Angeles are both ru.1 by women

Many women entered the VlOrk pool twenty years ago and they are now rising throt;gh the

ranks, This is not true for minorities When we do get minorities in the workplace, they

will move up like v•.'ome.n have. I think that we are more progressive than most.

Almost every general manager comes up through the ranks from sales. Ninety

percent of the time ifwe can get minorities in the business, they will move up. Most

companies will ~ive minorities a fair chance. Radio stations tend to promote gCt:.erally

from Within. The hard part of this industT)' is It..t you realiy have to \\IlI'lt to be in it.

'S! 'O~'
'<l ;"';' n ~6~"'I'~P'l' 'ttl' w 1\



More nonminorities want to be in the industry for some TeasoD. There is Dot much ofa

~ 'dglass ceiling especially for women tMa African-Americans or Hispanic~ In the mi -

levels. In the next level of station managers the difference is dramatIc In our company a

woman is next tn line to replace the president in ocr radio division. Our concern IS to find

the best people to fill the job.

A lot of people get their start in smaller markets where i: IS harder to re:ruit

minoritie.s because th=re IS not a diverse population base and there is roo fonnal

recruitment process. The dilemrnl is how do you take an mdustry that is not good at

recruitlng in geDeral. with so much turnover and low pay, to bring in minorities? Most

recI\liOnent by broadcasters is done in their own communities.

It is impossible to have a station without members of the target aualmcc. You

have to be able to understand Mld serve yOll:" audience. We are all a product of 311 ow

experiences, and therefore interactions with minormes on the job do iwuence: the

approach to programmmi decisions, I belie...e bringing the tv. certificate back ~!l the icey

lO increasing minority broadcast ownership. Minority entrepreneurs arc just like majority

ones, once assets rise, most take the money and run. A lot ofminority and majority

entrepreneurs cash out. We: have to do a better job dealing wjth this.

March l:r. 1999 -M~
Jeffrey H. Smulyan
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STATBMENT OF DENNIS SWANSON

I am currently President ofWNBC In New York, a pOlition I have held since
1996. In addition to my duties manasins the television station. I am also Co-Chairman of
NBC Olympica. This document reflects my personal views, opinions and experience and
i. in no way intended to reprelent the views or opiniON ofmy employer, the National
BroadeutioS Company.

I beaan my career io broadoutins in 1959 at the ltudent radio .tation at the
Univmity o(Dllnoil. I besan my commercial career at the WMT stations In Cedar
Rapids, Iowa in 1964J where I worked performing a wide range offunctions in news and
IportI on both radio and television. I then moved to Chicago where I worked for both
network and local radio and television stationa doing a number ofjobs including news
report1n& editing and producins. In 1974 I became news director for Television News
Incorporated

I then made my way up the broadcast management ladder, holding positions as
station manlier o(WLS-TV In Chicago, President ofthe ABC-owned television stations.
Pl'eIident ofABC Sports u well u President ofABC Daytime and ABC Children'.
Programmina. AI noted above, I Joined NBC In 1996.

P.4

I believe that most people in the broadcast industry have had sImilar caroer paths in
that they sot their stan In an entry-level position and then work their way up the ladder. I
bollevo that many people in thi. induatry have started in small market radio where the total
number ofemployee. would be Ie•• than 10.

I believe that a broadcast station which programs to a diverse audience hal a
responsibility to present a variety ofv1ews and opinions. Maintaining a diversified
workforce. helps to moet this soa1. We are all products ofour environment and our
attitudes and OplniODl reflect that environment. HopetUllYJ a .tation's workforce will
retleet the population it is servicing. I believe this Is a&~n..wIn" situation because our
bueines.ia determined by ratings and a broader audience should tranllate to flnanclal
IUccesI.

Whether a statlon'. employee diversity will hIVe 80 Impact on the Itation'.
prograrmnlna and operatioru ultimately will depend on upper level management'. ablllty
to talce Input ft'om a wide variety ofsources within his or her broadcast operation. The
wider the ranse of input (i.o. part-time and freelance employees as well as regular staft),
tho more intelligent and Infonned tho decision making should become.

I belleve that haviog a diversified staffat the department head level has holped
WNBC be more conscientioul towards a wider range ofprosrammtns and news views.
Our newt dirKtor is an Aftican-Amcrican woman, and our station relations director is a
Latina woman. Both exert strons Influences on our station'. on-air content. In addition,
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mlD.ority ·oewareporter8. such as n Hu. Chang, raise our level ofsensitivity to minority
~~.. .

I beUvve that anyone who hal the requisite financial resouroes can enter the
broadcast Inctultry as aD owner. While a broadcllting background Is not a prerequiJite to
broadclIt owuershlp, it cenaitlly is beneficial. This is a hands-on business and the more
praodca1 experience an individual gets, the better the long-term result.. Experience can
cOlne both through edueatlon II well al on-tho-job training. I think that a financial
institution or lender would feel more comfortable with an owner who hu broadcut
expedlDQe.

I have helped., number ofpeople in this industry over the forty yem I have been
involved in it. Many have been minorities. Some had the advant8se ofother trainins and
edueatioDal opportunities whOe tome did not. I think we all have lome obUsatlon to help
othenjUic u there were thOle who helped or assisted us alo~ the way.

P.5
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pECLARATION OF JAMES L. WINSTON

I, James L. Winston, respectfully state as follows:

I am the Executive Director and General Counsel of the

National Association of Black Owned Broadcasters ("NABOB"). NABOB

represents the interests of African American owned radio and

television stations.

Black owned broadcast~ng static~s are proud to be the very

best EEO "supercompliers" in . he industry. To the best of my

knowledge, not one of the app:~ximately 200 Black owned

broadcasting stations has ever received any kind of EEO sanction.

Also, to the best of my knowledge, none has ever been the subject

of an FCC EEO Branch staff investigation pursuant to Bilingual

Bicultural Coalition on the Mass Media v. FCC, 595 F.2d 621 (D.C.

Cir. 1978). In no segment of the industry do minorities have a

better chance for career development than in Black owned

broadcasting stations.

Since becoming Executive Director of NABOB in 1982, I have

heard Black station owners identify numerous critical concerns:

lack of access to capital, discrimination by financial

institutions, discriminatory audience measurement methods by

ratings services, discrimination by advertisers, the loss of the

FCC's tax certificate policy, the continuing erosion of the

Commission's multiple ownership rules, and many others. I have

never heard a Black station owner identify EEO compliance or

recordkeeping responsibilities as a "burden."

Black owned stations are frequently the first point of entry

for African Americans and other minority persons seeking to break

into broadcasting, but we cannot hire and train all of the

minorities seeking to enter this business. Black station owners
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see effective EEO enforcement as an important impetus for the

growth of African American ownership. If the Commission does not

continue to require nonminority owned stations to recruit, train

and promote minorities, there will be an inadequate pool of

experienced media professionals to move up into key management

positions at our stations or ~o become owners themselves.

The loss of the tax ce~tificate policy in 1995 and the

multiple ownership provision3 in the 1996 Telecommunications Act

have placed intense competitive pressure on minority station

owners. These developments have caused minority owners to lose

many of our stations and to lose innumerable opportunities to

acquire new ones.

Black owned broadcasters would be profoundly burdened by any

cutback in EEO enforcement:

• Nonminority broadcasters will have fewer incentives to
train African Americans and other minorities for
broadcast careers. This responsibility -- and the
attendant costs -- will fall even more heavily on Black
owned broadcasters, who are already doing more than
their share of this training.

• The pool of African American professionals available to
us when we wish to hire experienced African American
managers of our stations will become even smaller than
it is now.

• The number of African Americans with top management
experience transferable to entrepreneurship will
decline over time, yielding an even smaller pool of
future African American station owners.

In addition, the loss of experienced African American

broadcast professionals is not only a loss to Black owned broadcast

stations, it is a loss to all Americans. It deprives the American

public of the skilled and capable persons needed to achieve the

full range of ideas and viewpoints required to assure the benefits

of the First Amendment for all Americans.
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The National Association of Black Owned Broadcasters speaks

in harmony with this nation's leading civil rights organizations in

endorsing the FCC's proposal to restore broadcasters' duty to

recruit minorities and women aggressively whenever jobs are open.
-....--,-- ..--

March '5', 1999


